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I. PURPOSE: 


The purpose of this policy is to ensure the efficient and effective management of the 
Compensation, Benefits, and Conditions of work function by providing administrative 
idance that identifies the responsibilities and compensation, benefits and conditions of 
work within the uniform and other components of the department. 


H. POLICY: 


It is the policy of the Las Vegas Police Department to manage the function of 
compensation, benefits and conditions of work in an effective and efficient manner by 
coordinate ; the efforts of uniform and other organizational components as provided in this 


HI. APPLICABILITY : 


This policy is applicable to all 
Vegas Police Department. 


commissioned and non- commissioned personnel of the Las 


IV. REFERENCES : 


A. Las Vegas Police Department 

B. New Mexico Law Enforcement Accreditation Personnel 03.06-1 
V. DEFINITIONS : 


A. Benefits: non-monetary employment co mpensa ti on 
'■ FFDE: Fitness for duty evaluation 
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VI. PROCEDURE: 


A. To provide the Department with a consistent process and establish specific guidance for 
addressing concerns regarding an employee's ability to work. The primary goal of the 
Fitness for Duty Evaluation (FFDE) is to ensure the safety of the affected employee, 
peer employees, and the public by determining an employee's ability to perform the 
essential functions of their job and where applicable determine those steps necessary to 
qualify an affected employee for return to work. This policy, however, is not intended 
to be all encompassing and there is no intent to limit other reasonable and appropria te 
practices. 

B. The policy of this department is to create consistent, fairly applied protocols in 
instances where FFDE is determined to be the appropriate course of action. Where just 
cause exists, the department reserves the right to temporarily remove an active member 
from duty, or to temporarily prohibit an inactive member from re turning to duty, until 
such time as a FFDE is conducted by an external and trained professional and an 
opinion rendered. An FFDE shall not be considered any form of discipline or stigma 

C. Any sworn employee may be subject to a medical, psychological, and fit for duty test or 
any other test the Chief of Police, his designee or Law Enforcement Academy 
necessary. If a question arises as to a officer's ability to perform reg ular duties due to 
illness or injury, the Department may require the officer to submit to a medical 
examination by a physician named by and paid for by the Department An examination 
required of an employee in a permanent full time position will be provided at no cost to 
the employee. 

D. Fitness for Duty: 

1. All members are required to maintain sufficient physical and psychological fitness 
to perform the essential functions of their positions in a safe, effective and efficient 
manner. Should reasonable cause exist to question a member's fitness for duty, the 
Chief of Police or his/her desigpee may temporarily remove an active member from 
duty, or to temporarily prohibit an inactive member from returning to duty, imfil 
such fitness is evaluated. 

2. Only those members who successfully complete prescribed fitness evaluations will 
be eligible to remain in their positions. This policy does not intend to illegally 
discriminate against members or potential members of the Las Vegas Police 
Department on sex, race, ethnic background, religion, age or unknown disabilities. 
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E. Definition of sufficiently fit: 

L ** Physically, mentally, and psychologically 

prepared and can perform the essential functions of their positions. An essential 
fiinction is one that the job exists for and needs to be performed, a function tha 

soedallT H mp ^ ees available to share » or a function that is central to a highly 
specialized positron. Management has the responsibility and authority under lawto 

decide and define the essential functions of the positions in the department. It does 
dus by drawing onits knowledge of the job, written job descriptions, knowing the 

° f the ftacflon, or 
2 ' SS ^"1 7 a ? fasive of ■“ Possible essential functions for each 

a. Having regular and predictable attendant 

b leVClS ° f production standards, for the position, established 

C aft^^T CePtable leVClS ° f efiBciency standards established for performance of 

d. Performing a responsibility, duty, or task efficiently and safely. 

e. Behaving within social norms. 

. Definition as reasonable as related to fitness to duty: 

h faCtS ** would lead a reasonable department 

tTthe^L Z e T n an °* er ^f 1 ” 1 ® 111 employees' fitness for duty withconcem 

iSTT 9 mm, T• Pubhc *****’ md public or department employee 
safety. Reasonable cause does not mean that employees concerned about another 

S for duty must have Proof beyond a doubt or even a repondenmce 

or m SUPP ° rt 3Ctl0 . n '. Ho ' vever ’ 11 does require more than personal opinion 

SUSP1C1 ° n 886(1 ° n hearsay - Reasonable is based on 

3 ‘ !ES*L— iS a based on objective facts. Personal 

opinions that are unsupported by facts will not establish reasonable cause 
Reasonable cause does not coexist with malice. Any employee who is shown 
through die investigatory process to have used this policy L a subterfuge to 
maliciously damage another will be subject to disciplinary action up to 8 and 
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G. Indicators which the employer may consider using the FFDE: 

1. Although not all inclusive, the following may be indicators that most frequently 

lead the employer to question the capacity of the employee to cany out the 

functions of their job and therefore require an FFDE. 

a. a known threat of violence to self or others. 

b. signs or symptoms of hallucinations, delusions, severe memory loss, or other 
suspected psychological impairment that interferes with job f unctionin g and has 
not been treated or has not been remedied with tr eatment 

c. dramatic behavioral changes from a previously observed no rmal behavior of the 
employee. 

d. a known incident of or suspected pattern of domestic violence. 

e. addiction to a controlled substance. 

f. sexual misconduct. 

g. a pattern of force or power abuses or misuse of power unresponsive to corrective 
measure. 

h. a self-report of job-interfering psychological problems that do not seem to be 
responding to assistance. 

i. the failure to return to acceptable job performance levels and/or behaviors from 
a traumatic event. 

j. a pattern of performance problems unresponsive to corrective measures and 
inappropriate for discipline or termination. 

k. Observed inability to physically perform the required job tasks necessary for the 
execution of job duties or required tasks in tr aining , 

l. Clarification of conflicting medical doc ume nta t ion. 

m. Clarification of Inconsistencies between medical doc ume ntation and observed 
employee behavior. 

n. Other observed or reported conditions reasonably raising the question of an 
employee's continuing psychological or physical suitability to cany out 
essential job functions. 
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H. Employers Responsibility: 


1. When a supervisor has concerns, or has had concerns voiced to diem regarding an 
employee's fitness for duty: 

2. The supervisor will immediately confer with the respective Commander of that 
section, when an employee's specific behavior raises the possibility that a FFDE is 
needed. 

3. The Commander will notify the Chief of Police and work with the concerned 
supervisors) to evaluate the need for conducting a FFDE as opposed to taking other 
appropriate action. 

4. When a determination that no FFDE is necessary, other appropriate action will be 
taken, and any related documentation will be handled in accordance with existing 
policy and/or “labor contract”. 

5. When an FFDE is deemed necessary, the following actions will take place: 

a. The employee needing evaluation will be informed, in writing, of the necessity 
to participate in a FFDE. 

b. The employee will be placed in an appropriate duty or leave status based on the 
circumstances and in accordance with existing policy and/or “labor contract”. 

c. Depending on circumstances and duty status, sworn officers may be required to 
provide their badges, gun, and commission card to their commander or 
supervisor. 

d. The employer will coordinate an appointment for the employee to be evaluated 
by the FFDE provider (evaluator). In this setting, the employer is considered the 
client of the evaluator and will pay for the services of the evaluator. 

e. The employer will provide the evaluator with the following information prior to 
the evaluation appointment: 

1. The specific reason for the referral 

2. The employee's current position description 
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3. All appropriate documentation relevant to the employee's specific behavior that 
hascansed the employer's concern including but not limited to: recorded 
observations from supervisors, peers or citizens. Additionally, the employer will 

r ^ d0 f U ?f lt ° r information hel d by or reasonably accessible to 
FFDeT P ^ lfreqmred by evaluator in order to conduct or complete the 

4 ‘ ^ entS de , tailing the employer's attempts to remedy the problem such as 
training records, woik plans, counseling memos and disciplinary documents 

5. A statement that a written report of the evaluator's relevant finHinpc win be 
required, and the report should restrict the disclosure of private infonnation to 
tiie minimum necessary to satisfy the purpose of the examination and to support 
the evaluation, findings, conclusions, and recommendations. 

f> * e ****#.?* the evaluator's report, the Commander will notify the 

Chief of Police and will consult with the supervisor to review and, if necessary 
act on the evaluation report from the evaluator. 

g. On a case ty case basis, the Chief of Police will determine whether or not the 
employee shall receive a copy of the evaluator’s report. 

h r^larbasis° r ^ m0nit0r ^ ® m P lo y ee ' s post-evaluation progress 


on a 


1. If released to unrestricted duty: “Hie supervisor will review the employee's 
work as required by the specific circumstances. 

2 ' to J nodifi « l ««*: The supervisor will review woik consistent 

with existing Department policy. 

3. If not released to work: Employment status will be based on further 
^Stations and treatment possibilities. If none, then termination will be 

Tlere^ective Commander will periodically review, with the supervisor, the 
??”f loy “ has been returned to Ml duty status following 

™L^£.‘ |,P,0iCheS " 4 have ^ * «<*>» “d 8 
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I. Employees Responsibility: 


1. The employee gives FFDE evaluator formal written authorization for the FFDE. 

2. The employee provides a signed and dated FFDE Release of Information 
Authorization Form and gives it to the FFDE evaluator so that the evaluator can 
provide a written report to the client employer. 

3. The employee provides accurate, complete, and timely background medical history 
information and documentation, as requested by the FFDE evaluator. 

4. The employee participates fully, accurately, and in a timely manner , in the 
evaluation process. 



prescribed courses of action. 


6. The employee participates fully in periodic follow-up performance reviews with the 
supervisor. 

7. Providing purposely false statements, documentation, or records or failing 
to participate or participating in a manner that is counterproductive may 
result in disciplinary action up to termination. 

J. Use of FFDE Information: 

1. Information contained in the evaluation will be used to: 

a. satisfy an employer's reasonable concern re gardin g the employee's 
ability to safely, and effectively do their job. 

b. build strategies to restore the employee to full-functioning duty status. 

c. clarify conflicting medical doc ume ntation, 

d. clarify inconsistencies between medical documentation and 
employee's behavior. 

2. The employer will be entitled to a report of the employee's psychological and/or 
medical information regarding the presence or absence of pers onali ty traits, 
characteristics, disorder, propensities, or conditions that would interfere with the 
performance of the essential job functions. However, nothing in this section is 
intended to limit information, which in the professional judgment of the evaluator, 
needs to be included. 
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3. The report should contain a clear opinion whether the employee is: 

a. cleared to return to unrestricted duty. 

b ' ^ dUty transiti°pal. modificattoos per 

c ' 

restoring the employee s fitness for duty. 

d. restricted from duty with little likelihood of returning to work. 

d. all opinions will include adequate reasoning to support the evaluator’s judgment 
K- Management of FFDE Documentation: 

1 ' 2“ by employer - “ ^P 0 " of the need for a FFDE will 

2. All information will be filed in the employee's personnel file. 

3. No documents related to FFDE activity will be kept in a supervisor's workinu file 
MWevS 0 ” 8610 FFDE reqU6St ^ bee “ pr0vided md wotata* has been 

4. If cleared for duty with temporary, transitional modifications or not immediatelv 
mISfi e e/^K dUty - ^ evaIuator ^ make recommendations regarding coumelL 

-TSTS ” other remedies by JEST* 

loyee can be helped to return to work. 


5. If it is determined that the employee receives a copy of the evaluator's renort then it 

° f 41 empl0yer 10 en3ure thot» oopy of that report to 


VII. ATTACHMENTS 


None 
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